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ABSTRACT 
 
In this Treatise, a study is undertaken to analyse and examine the role of school principals in the 
success of their schools; with specific reference to township high schools in the Port Elizabeth 
district (P.E. district). The study assumes that P.E. district principals, as leaders and managers  
should deliver essential services effectively, efficiently, and with optimal use of resources to 
attain maximum results in school performance. The same is expected of their counterparts in any 
part of the country, it is not exclusively demanded from PE district principals.    
 
In terms of the current education legislation and policy framework, the principals have to 
account for the performance of their schools. To this end the National Department of Education 
introduced legislation in 2007 to ensure that principals account to the Head of The Department of 
Education of the relevant province. Section 16 A of the South African Schools Act (SASA) was 
introduced by the Education Law Amendment Act 31/2007. The provisions of this section deal 
with “the functions and responsibilities of principals of public schools.” Specifically section 16A 
(1) (b) states that “The principal must prepare and submit to the Head of the Department an 
annual report in respect of: 
(i.) The academic performance of that school 
(ii.) The effective use of available resources.” 
 
Since the enactment of section 16 A as referred to above, the Provincial Departments have begun 
to make principals account for the success or failure of learners, for human resource 
development, financial management, parent involvement in school matters and the active 
participation of school governing bodies.  What should be clear is that the above encompasses all 
the critical and fundamental aspects that have an impact on the progress of any educational 
institution.  The combination of the two requirements stated above reflects the extent to which 
the Department of Education is committed to making certain that principals in their  respective 
schools create an environment where learners can achieve their full potential. It is such creation 
of conducive environments that will enable all learners in the country to achieve equal 
opportunities in society irrespective of their original backgrounds. This ideal is consistent with 
section 9 of the Constitution, 1996 which provides for the right to equality of all people.  
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The research, also assumes that leadership is about direction and purpose, while management 
lays emphasis on effectiveness and efficiency. Leadership and management are fundamental 
aspects of those duties and responsibilities associated with the position of a school principal. It is 
further postulated that, a good principal understands that circumstances determine the proportion 
of each of these elements that is required by any given situation i.e. whether more of leadership 
or bigger dose management is appropriate in dealing with a certain set of circumstances or not. 
 
The study identifies variables that make a school principal a strong leader and good manager and 
lists the following as the critical focus areas: 
 Balancing instructional and managerial leadership 
 Strengthening the connection between school and home 
 Developing effective leadership 
 Effective teaching practices 
 Staff development 
 
The study also assumes that township schools are no exception to those in different parts of the 
country. Despite some serious daily challenges peculiar to the township situations, these schools 
still have to perform satisfactorily like all other institutions of learning. The legislative and 
policy framework applies equally to all schools. The study argues primarily that all schools can 
perform well and develop the potential of their learners to the fullest. The difference lies in the 
leadership and management of the respective institutions by their principals. All stakeholders are 
presumed to posses the potential, the ability and the urge to do their utmost best to render quality 
services that would lead to the attainment of excellent results. It is worthwhile for the system that 
those who show themselves to lack these attributes should be identified, not to weed them out 
but to assist so that they acquire the necessary skills and expertise. After all it is by strengthening 
the weakest link that a chain becomes strong.  
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Chapter One 
Introduction 
1.1 Overview 
Numerous researches have demonstrated that leaders and managers have a vital role in shaping 
the direction of the institution they lead. Among others, Swanepoel, et al (2003:9) observe that 
the manager’s task is to combine, deploy and utilize all resources and/or inputs available to the 
organisation in a way which will ensure long-term organisational success in a changing 
environment to the benefit of all its stakeholders. In the views of these writers leadership is one 
of the critical elements in the level of success a school achieves. Sharp and Walter (2003:1) 
agree and assert, further, that the Principal, whether elementary or secondary, is the single most 
important person to a school’s success. In other words they support the view of Swanepoel and 
others that attributes the success of schools to good leadership and management. Sharp and 
Walter locate these functions of leadership and management in the principal’s office. For them, 
the principal factor is the lynch pin in the determination of a school’s success.  
 
 Mqota (2009:109) expresses a similar sentiment in suggesting that effective school leadership 
plays an important role in leading and managing every aspect of the school organization. He adds 
that principals, specifically, cannot leave school leadership to chance, they must lead schools 
decisively and with high expectations, not only for the learners but also for the school personnel 
and other stakeholders. 
 
In support of the same point of view, Rallis and Goldring argue that in a successful or dynamic 
school a principal is in charge, choosing to facilitate internally, to define externally and to 
harmonize the various, often divergent worlds within and without. The same writers observe that 
dynamic schools and principals can be found throughout all socio economic levels. The size, 
geographic location or poverty level of the school is not an issue. All  schools have  one 
commonality – they are all making changes to meet the needs of their varying contexts (Rallis 
and Goldring, 2000:4). 
 
 
 
Student: Nomvuyo M. Dubula                                                                                                                                          9 
Student Number: 207094317 
 
1.2. Defining Principalship 
The general view of any reasonable person out there is that in the past the position of a school 
principal has always required special skills and leadership abilities. Furthermore, effective 
principals of that era were problem solvers, good communicators, risk takers and good managers. 
They also understood that instruction formed the central core of the school. With all the changes 
both in the curriculum the behaviour of learners, the demands of educators, their unions, parents 
and members of the general community  one cannot help but wonder if something more or 
different needs to be done to keep schools in line with today’s dynamic expectations, demands 
and challenges. 
 
That changed circumstances therefore demand a different set of attributes seem to be implied in 
some of the current literature. Of the numerous authors who have written extensively on the 
subject and for the purposes of the study a handful are sampled. Shellard (2002:1) writes that 
today’s principals have the same abilities, but their job has become even more complex and 
pressure-packed that many have suggested that it is no longer “do-able”. Shellard (2002:1) states 
further that nowadays principals have the added responsibilities related to marketing and gaining 
support for their schools. Marketing forms a very important part of their jobs too in that the 
continued existence of their respective schools also determine the success of their careers. Many 
principals however find it very difficult to strike a healthy balance between marketing their 
schools and being effective instructional leaders. The tendency for many is to focus on marketing 
their schools at the expense of instructional leadership. Various authors share the sentiment that 
principals are fully responsible for their schools’ academic success (Fernwick and Pierce 2001), 
Thompson (2001), Institute for educational leadership (2000) and Shellard (2002:4).  These 
authors are of the opinion that knowing the academic content and pedagogical techniques 
enhances the teaching of the institutions. Through such purposeful teaching, principals can rally 
all stakeholders around a common goal of raising learner performance. This instructional 
function is one of the vital roles of the principal. The multidimensional definition of the role of 
the principal is confirmed by the National Association of Elementary School Principals 
(N.A.E.S.P).       
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In Shellard (2002:6) who observes that through a careful mix of teamwork, assessment, 
reflection and inspiration, the principal leads the school – managerially, instructionally and 
motivationally. 
 
It has also been noted that strengthening the connection between school and home is of 
paramount importance. According to Caplan, Perkins-Gough and McKinnon (2001: 9) the fact 
that strong support for making the family-school partnership a priority needs to come from the 
principal is a fact that cannot be emphasized adequately.  
 
Supporting this notion Funkhouser and Gonzalez (1997 in Caplan et al 2002:9) declare that 
under the leadership of principals, schools possess the primary responsibility for initiating  
school-family partnerships. Funkhouser and Gonzalez  (1997) add that schools can invest heavily 
in professional development that supports family involvement, creates time for the staff to work 
with parents, supply necessary resources, design strategies to meet the needs of diverse families 
and provide useful information to families on how to contribute to their children’s learning.  
 
Caplan et al (2001:11) on the other hand, suggest that the following questions need consideration 
in order to create a solid plan to improve family involvement: 
• What is the status of family involvement in our school? 
• How do we want to improve our family- school partnership? 
• What challenges will we have to overcome to get from where we are to where we want to 
be? 
• Do we have the commitment to accomplish our goal of increasing family involvement? 
• What will we see if we accomplish our goal? 
 
1.3. The Research Question 
The research question refers to the main question to be answered by the research .i.e. what is the 
question that the research tries to answer? 
 
In the present case, the research question is whether the role played by principals is a key factor 
in the success of their respective schools. 
The research questions for this study include: 
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 What are the variables that make a school principal a strong leader? 
 What are the variables that make a strong leader a good manager? 
 How do these variables positively impact – 
⇒ The academic performance of the school 
⇒ Instructional leadership 
⇒ Effective teaching practices 
⇒ Parent and community involvement 
⇒ Staff development 
 What new strategies from the literature can be utilized by school principals in the 21st 
century to improve learner achievement? 
 Why is it necessary for principals to be very sensitive about teacher performance, 
parent engagement, learner achievement and progress of their schools? 
 Why is it necessary for school principals in the 21st century to participate in ongoing 
learning? 
 What strategies are currently being used by the Department of Education to 
champion superlative leadership and management in schools and what problems are 
encountered when such strategies are implemented? 
 
The current study has been prompted by among other things, a variety of private discussions with 
colleagues and occasional whispered conversations between members of the public where the 
initiatives of the Department of Education alluded to earlier were either used as evidence to point 
to the fact that principals are the solution to the improvement of our education or the cause of its 
downfall. As a principal of a school, I have been asking myself questions about a principal’s role 
in the success or failure of a school. Simultaneously upmost in my mind has been the question 
whether it is fair or not for the Department of Education to place the responsibility for the 
progress of a school squarely on the shoulders of a principal when management is a shared 
function.  
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Chapter Two 
Literature Review 
 
A study of available literature, texts in the form of relevant books, national and international 
journals in the field of public administration, educational management, educational law, 
legislation, government policies, educational policies, research already done by other scholars 
where the obvious primary sources to use as references. In addition interviews were organised to 
solicit opinions and views, questionnaires distributed to source data and information that will 
give clarity to the issue under review. 
 
 2. 1 Developing Effective Leadership 
2.1.1 What guides the work of a school principal? 
The Education Department encourages all schools to have a vision and mission statement which 
serves as a compass to guide the principal (and all other stakeholders .e.g. teachers, learners, 
school governing bodies and parents at large) as he or she leads the school. Through the 
existence and recognition of the school’s vision the principal knows what the focal point is for 
her planning and which direction to lead the school to. To the effective principal, all decisions 
and actions must be made with the welfare of students in mind (O’ Hanlon and Clifton, 2004:29).   
 
O’Hanlon and Clifton proceed to state that, being totally clear about the school’s mission enables 
all resources to be focused on promoting it. Again, through their actions and communications 
effective principals keep their vision in everybody’s face at the school (2004:29). Taken 
collectively this suggests emphasis on the visibility and importance of making use of the school’s 
vision as the latter helps provide a focus on overall acceptance and achievement. To become an 
effective principal entails having to overcome a number of challenges in the process of running a 
school. One of them is to maintain focus.  
 
However, Smith and Andrews (1989:14) have a different view on developing effective 
principals. According to them (1989:14) if we want principals to be instructional leaders, we 
must develop job descriptions that are compatible with fulfilling such a role, evaluate their 
performance on these job dimensions. They further refer to a need to educate teachers and 
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parents on the value of such roles, and buffer the school from environmental or community 
forces that would press for a different kind of behaviour from the principal.  
 
The question is would this not insulate and disjoin the school from the community it is supposed 
to serve. Would a cocooned institution such as the one Smith et al are advocating be able to read 
changes in the environment it is operating in and adapt itself to meet the changes? In addition, 
would the products from such an institution be relevant to the era and challenges posed by the 
new circumstances.  
 
2.2 Characteristics and Behaviour Traits of Instructional Leaders 
In defining leadership, Bennis and Nanus (1985: 24) suggest that strong leaders are able to 
involve everyone in pursuing a shared mission. Similarly Schmuck (1985:2) defines leadership 
as inducing followers to act toward goals that represent the values of both the leaders and the 
followers. Implied here is the notion that an instructional leader is able to synthesis individual 
goals with those of a collective. This then allows each to pursue these same goals guaranteed that 
by so doing each fulfils some part of what is important to him or her.  
 
Smith and Andrews (1989: 16) point out that several distinctions between more effective and less 
effective principals have constantly emerged from educational research. To them, the principal 
who displays strong instructional leadership exhibits the following qualities:  
 Places priority on curriculum and instruction issues. 
 Is dedicated to the goals of the school and the school district 
 Is able to rally and mobilize resources to accomplish the goals of the district and the 
school. 
 Creates a climate of high expectations in the school, characterized by a tone of respect for 
teachers, students, parents and the community. 
 Functions as a leader with direct involvement in instructional policy by: 
⇒ Communicating with the teachers, 
⇒ Supporting and participating in staff development activities, 
⇒ Establishing teaching incentives for the use of new instructional strategies and 
⇒ Displaying knowledge of district-adopted curriculum materials at a spot where it 
be visible to all. 
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 Continually monitors student progress toward school achievement and teacher                 
effectiveness in meeting those goals. 
 Demonstrates commitment to academic goals shown by the ability to develop and  
 articulate a clear vision or long-term goals for the school and to strong achievement   
goals that are consistent with district goals and priorities. 
 Effectively consults with others by involving the faculty and other groups in school 
decision making processes. 
 Effectively and efficiently mobilizes resources such as materials, time and support to 
enable the school and its personnel to meet academic goals most effectively. 
 Recognizes time as a scare resource and creates order and discipline by minimizing 
factors that may disrupt the learning process. 
2.2.1 Competences of Leadership 
 The leadership of a school is a critical factor in the success of any programme in the school, 
which necessitates knowledge about leadership as prime prerequisite for the role of a principal.  
Leadership is about getting things to change. Clarke (2007:2) highlights four key strategies 
leaders use as they seek to produce future focused change. These are: 
⇒ Vision- to establish direction 
⇒ Strategy- planning to achieve the vision 
⇒ Aligning people-  marketing and selling the vision and strategy 
⇒ Motivating and inspiring- creating the energy and commitment to drive the process. 
 
O’ Hanlon and Clifton (2004:26) avert that effective principals are cheerleaders who set the tone 
for the school by attending to positive actions and behaviours and keep on encouraging. Their 
research indicates that such principals make fewer negative comments than less successful 
leaders and as such they are able to establish an environment that brings out the best in all. These 
principals specialize in creating hope and aspirations, perceiving themselves as being in the job 
of building pride. Schools led by principals of this calibre, have teachers who come to work fully 
prepared for their duties, always on time for their lesson periods, “their knowledge of subject 
matter and their familiarity with pedagogical principles and techniques are generally sound” 
(Lipham and Hoeh, 1974: 246). Such teachers report on duty daily and punctually and have 
mutual respect and self discipline. 
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From the above it becomes clear that in order for the school to succeed there will always be some 
changes that need to be made to meet the needs of the school. For example, at the end of each 
year the principal and the staff should look back to establish whether all school policies were 
implemented, how much impact they made in improving learner attendance, punctuality, 
behaviour and most importantly, learner performance. The purpose of the review is to identify 
areas that require working on that which have not given the results that were expected and 
understand why. They then plan how to intensify efforts towards promoting the culture of 
teaching and learning if they reach a conclusion that there’s gross under-achievement in that 
area. Whilst principals are seen as agents of change who are responsible for creating, leading and 
managing performing schools, there are always some staff members who tend to be wary and 
challenge the need for change. Winning over these sceptics is one of the key challenges of 
leadership (Clarke, 2007:3).  
 
Lipham and Hoeh, Jr., (1974:113) state that the role of the principal as a change agent is a crucial 
factor in initiating change.  Several researches supports this view and argue that teachers are 
more likely to accept educational change programmes if the principal is perceived as actively 
supportive of the teacher’s role in implementing the change. Moreover, a change programme is 
more likely to succeed if the administrator (the principal in this case) works to 
(i) understand the organisation as a total system,  
(ii) support teachers in their experimentation with the change program,  
(iii)  develop skills and tools for using information sources more adequately and  
(iv)  clarify the division of labour in the school.  
The above suggests that, it would be very difficult for any major change to come about in a 
school without the principal’s active support. For instance, it is a known fact that for schools to 
make visible changes in implementing National Curriculum Statement, they need to have at 
least one photocopier and a computer as the programme demands a lot of paperwork. Difficult 
as it is for township and rural schools to own these facilities, effective principals make efforts 
and find these as evidence of their endless support. 
 
Principalship is also about managing the school. Research indicates that management is about 
getting systems to operate effectively. There are four key strategies successful managers use to 
ensure operational effectiveness.  
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Planning and Budgeting: Creating Systems for Operational Efficiency 
Planning is the first step to creating an effective and well-run school. Planning is unavoidable 
since it is about setting up the systems, policies, procedures and time-table necessary to make the 
school work efficiently. For instance, with planning in place the principal knows without any 
doubts that everyone knows what to do, how to do it and by when to do it. With proper planning 
there can never be any teacher in the staffroom during tuition time for he/ she knows clearly 
what is expected of him. Nothing is more frustrating to a group that is working diligently on an 
improvement effort than to see it fail because of poor planning (Mathews and Crow, 2003: 182). 
To prevent that from happening it is likely that some follow-ups through an action plan will need 
to be considered. Action plans as argued by Mathews and Crow identify the what, how, when, 
who and the how much of any activity. 
 
However, the action plan is only meant to be a temporary map because it will need to be revised 
along the journey. The year plan of the school with all its activities for that particular year is an 
appropriate example since there will always come a need along the way for reshuffling of dates 
and events whether this is to accommodate occurrences that emerged later or changed 
circumstances.  
 
It is through proper planning that all extra-mural activities, such as sports, drama, arts and 
culture, tours, debates and entertainment are built into the school programme. In successful 
schools teachers play their role perfectly in promoting these kinds of activities and in 
encouraging all learners to participate in extra-curriculum programmes. The rational is that not 
all learners  become academics after schooling. The spirit of competitiveness (best performing 
schools) is promoted through interaction with various schools locally, provincially and 
nationally.  
 
Planning is about assessing your physical, financial and human resources and allocating them 
according to priority and need (Clarke, 2007:3). Taken collectively, all of this suggests that for 
schools to run smoothly to success, every school should have a set of planning, policy and 
procedure documents drawn up by the management team, which provide the framework for the 
effective management of a school. 
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The examples of the documents are: 
Planning documents 
o Year plan: a calendar for the school year listing school and public holidays, examination 
dates and times and all the important school events for the school year. 
o School timetable: a roster that tells teachers and learners where to be, when and for what 
subject. 
 
 Policy and procedure documents 
o Assessment policy 
o Admission policy 
o Exams policy and procedure 
o Duties of Grade heads 
o Duties of Subject heads 
o Absentee register (for learners) 
o Absentee register (for teachers) 
o School rules - to mention but a few 
 
Organising and staffing: Making sure that everyone knows what is expected 
Numerous research findings have demonstrated that management becomes effective when 
systems are put in place to ensure that staff and students are aware of what is expected (of them), 
that is, they know what is in the policy document and more importantly, systems are put in place 
to ensure that the school operates according to the policies and procedures as they are laid down 
in these documents (Clarke, 2007:4). Seeing to and ensuring the implementation of school 
policies and procedures, an effective principal delegates that responsibility to various staff 
members and groups for ensuring that the plans, policies and procedures are adhered to. 
 
Controlling and problem solving: Making it happen 
It must be clear that having policies, plans and procedures in place and delegating responsibility 
for various management functions neither guarantees that these are adhered to nor does it ensure 
that the management functions are carried out at all. This therefore suggests that the school 
management team must have a system for monitoring progress and performance to ensure that 
tasks are completed on time and to an acceptable standard. This further suggests that even in case 
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where a cause of problem has been identified people who are directly involved immediately 
know what to do to solve it. 
 
Predictability and order 
In actual fact, this is what is expected as an outcome in a school where there is policy, plans and 
procedures in place and are adhered to. In schools where policies are just on paper in the 
principal’s cupboard, they are never implemented and adhered to. Worst of all no one else knows 
about their existence except for the principal or the school management team. Teachers and 
learners have no proper guidance as to when to start and end a school day, what to do if they 
were absent from school, which teacher to go to when they have social development related 
problems. Learners never submit their assignments on the due date, they are always late and the 
school is in a list of under achievers. 
 
2.2.2 The Principal as Resource Provider 
Smith and Andrews (1989:17) write that as a resource provider, the principal marshals personal, 
building, district and community resources to achieve the vision and goals of the school. Thus 
the allocation of staff for various learning areas is done with careful consideration for their 
strengths in content and personal skills to ensure quality performance. Materials appropriate for 
the curriculum are provided through skilled management of the instructional budget with 
opportunity for staff input into the budgetary processes. The entire budget process is viewed as a 
professional activity that enables staff members in the school to maximize scarce resources and 
to set priorities for expenditures. 
 
The success of a principal to mobilize resource is reflected in the following ways:  
• The instructional leader demonstrates effective use of time and resources. 
⇒ Plans, organises, schedules and prioritise work to be done. 
⇒ Delegates work as appropriate. 
⇒ Assigns staff members according to their strengths. 
 
Student: Nomvuyo M. Dubula                                                                                                                                          19 
Student Number: 207094317 
 
• The instructional leader demonstrates skill as a change master by establishing an 
ongoing process for planning and making necessary changes within the school while 
developing a feeling of individual/group ownership. 
⇒ Creates a positive climate for change and nurtures creative approaches to change. 
⇒ Uses skills needed to manage change. 
⇒ Evaluates the effectiveness of change. 
 
• The instructional leader demonstrates the ability to motivate staff members. 
⇒ States clear expectations to staff. 
⇒ Provides clear feedback. 
⇒ Encourages the staff to take risks and to innovate. 
 
• The instructional leader knows staff members’ strengths and weaknesses and knows 
about instructional resources that may be helpful to them. 
⇒ Matches staff members’ needs to staff development opportunities. 
⇒ Knows about resources that enhance instruction. 
⇒ Mobilizes resources and district support to help achieve academic goals. 
⇒ Convinces staff members that they are important instructional resource people in the 
school. (Andrews and Smith, 1989: 19-20) 
 
2.2.3 The Principal as Instructional Resource 
As new views of teaching and learning are emerging principals must become well versed in new 
content areas (Rallis and Goldring, 2000: 112) for them to be competent and effective enough as 
instructional resource. Therefore, principals need to continually renew their knowledge and keep 
abreast of new content-based teaching strategies.  
 
Although curricular specialists can offer invaluable consultative assistance with instructional 
change, in the final analysis the principal is the one who is responsible for designing, 
implementing and evaluating changes in the instructional program of the school (Lipham and 
Hoeh, Jr., 1974:205). 
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Research findings reveal that instructional improvement is viewed in terms of a general system 
approach including four major phases of instructional change. Lipham and Hoeh, Jr. (1974: 205) 
declare that the first phases, assessing program relevance, necessitate the examination of the 
existing instructional program with both cultural demands and the needs of the learner in mind.  
 
The second, planning program improvements, entails the identification of needed changes and 
competency in choosing the program modification or alterations that will satisfying particular 
needs. The implementation of selected program improvements represents the third phases for 
which we present a model of the process for orienting the community to circular change. The 
evaluation of program changes constitutes the fourth phase of instructional improvements, 
during which attention is given to the types of measures appropriate for evaluating the outcomes 
of the change. 
 
2.2.4 The Principal as a Communicator 
Sergionvanni (1984, in Smith and Andrews 1989: 24) describes the role of a principal in 
communicating the vision of the school as one who seeks to define, strengthen and articulate 
those enduring values, beliefs and cultural strands that give the school its identity. This suggests 
that good communication skills are essential for principals as they are expected to champion and 
explain various aspects of their day-to-day work with making the school’s vision taking the 
centre stage. Research findings have also demonstrated clearly that the effect of vision 
communication is to bond learners, staff members, parents and the community giving them all 
greater belief in the work of the school. 
 
Teachers perceive that communication with principals who are good instructional leaders or 
those of better achieving schools, results in improved instructional practices in their classrooms, 
help them to understand that the relationship between instructional practices and student 
achievement provides a basis for clearly understanding evaluate criteria and establishes a clear 
sense of the direction of the school (Andrews and Soder, 1987, Andrews, Soder and Jacoby 
1986) 
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2.2.5 The Principal as a Visible Presence 
There is nothing that is more fulfilling to parents as well the community, than to see their 
children attending school where the principal is an instructional leader who plans, develops, 
supervises and assess instructional capacity and curriculum programmes. Such principals’ 
presence is visible since they lay their hands in almost all the activities in the school and monitor 
the tasks delegated to some staff members. For instance, as a visible presence the principal 
interacts with staff and learners in classrooms and corridors, attends grade-level and 
departmental meetings and strikes up spontaneous conversations (Smith and Andrews, 1989: 26) 
with teachers or learners. Having taken her or his routine rounds around the school the principal 
communicates praise verbally and through informal written notes. 
 
Rossouw and Warner (2000: 109) state that the learners should witness the principal’s active 
involvement in the academic program, for it is through direct and visible involvement that the 
principal communicates a message that schoolwork is important and that learners are expected to 
do well. This active involvement allows the visible principal to know on a first hand basis what 
is going on daily in the school, and to constantly display behaviour that reinforces school values. 
 Moreover, the visible presence of the principal appears to be most keenly felt when the principal 
serves as rewarder giving positive attention to staff and learner accomplishments. Teachers 
perceive their principal to be a visible presence if he or she makes frequent classroom 
observations, is accessible to discuss matters dealing with instruction, is regularly seen in and 
about the building, and actively participates in staff development activities (Smith and Andrews, 
1989: 27). 
 
2.3 Balancing Instruction and Management 
Having observed the numerous changes in South African education system since 1994, we 
moved from Education and Training to Outcomes Based Education. The latter became 
Curriculum 2005 to be later transformed to The Revised National Curriculum Statement.  After 
going through further improvements and changes it is now known as The National Curriculum 
Statement,  one can understandably  expect  huge changes  in the manner in which principals run 
their schools if the principals are to succeed. Balancing instruction and management is one of the 
vital factors demanded of anyone heading these institutions. That is, effective principals should, 
in addition to being good communicators, risk-takers, problem-solvers and managers, also be 
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more involved with planning site based professional development, curriculum development and 
instructional program review for the sake of quality and academic success 
 
Additionally, various authors (Fernwick and Pierce 2001, Thompson 2001, and Shellard 2002:4) 
assert that principals are fully responsible for schools’ academic success and that knowing the 
academic content and pedagogical techniques make them serve as leaders for student learning 
and work with teachers to strengthen the latter’s skills & expertise. This suggests that enhancing 
“purposeful teaching, demonstrating instructional techniques and collecting, analysing and using 
data in ways that fuel excellence” (Institute for Educational Leadership 2000, in Shellard, 2002: 
4) is what is expected of a principal. In essence, this further suggests that, as the National 
Association of Elementary School Principals (N.A.E.S.P.) (2001:12) in Shellard (2002:6) views 
it, through a careful mix of teamwork, assessment, reflection and inspiration, the principal leads 
the school – managerially, instructionally and motivationally. 
 
Besides, numerous research finds have reflected that principals with strong managerial skills are 
able to develop and maintain a school culture and a climate that fosters continuous instructional 
improvement as well as learner achievement. Similarly, Smith and Andrews (1989: 1) refer to 
the latter as good schools with principals who use their professional knowledge and skills to 
foster conditions where all children can grow to their full potential. Looking at the above, it 
becomes no wonder that the South African Department of Education demands by law 
accountability for academic performance of a school from principals. 
 
2.4. Strengthening the Connection between School and Home 
Principals with strong managerial skills are likely to work well with parents and understand the 
key role parents play in school matters. This includes the powerful contribution parents provide 
to learner achievement. This implies that both primary and high school principals recognize the 
benefits of positive family and community involvement in schools. According to Caplan, 
Perkins-Gough and McKinnon (2001: 9) principals should strongly support family-school 
partnership and make it a priority.  
 
Numerous studies reflect the view that learner performance improves, and behaviour changes for 
the better as soon as the learner realises that parents’ visits to the school are frequent. 
Student: Nomvuyo M. Dubula                                                                                                                                          23 
Student Number: 207094317 
 
Furthermore, parents learn to know more about the school, what is expected of them, how they 
can be equipped to assist their children with school work, as the bond between them and the  
school strengthens. Caplan et al (2001:11) suggest that the following questions be taken into 
consideration when the principal creates a solid plan to improve family involvement: 
 What is the status of family involvement in our school? 
 How do we want to improve our family-school partnership? 
 What challenges will we have to overcome to get from where we are to where we 
want to be? 
 Do we have the commitment to accomplish our goals of increasing family 
involvement? 
 What will we see if we accomplish our goal? 
 
2.5. Effective Teaching Practices 
 Numerous research findings have demonstrated that for the principal, supporting teachers’ 
successful instructional practices is essential to ascertain that learner achievement levels are 
improved. Effective teaching practices give rise to high learner performance. O’Hanlon and 
Clifton (2004:2) believe that effective principals support high student achievement in that; 
• They set high expectations for the work of students and faculty. They get students and 
faculty to buy into these expectations and to embrace them for themselves. 
• They establish an environment that enables all to focus on academic work. 
• They marshal the resources of the school to focus them on academic performance. They 
encourage and challenge, encourage and challenge. 
• They recognise and salute progress. Their intense desire to succeed rubs off on those with 
whom they work. 
 
Shellard (2002:7) highlights Thompson’s talk about the context of the principal’s job where an 
explanation is made as to why the emphasis on instructional leadership is so important in today’s 
schools. This could suggest that for effective teaching practices to take place, the principal has to 
adopt this leadership style. Generally speaking, instructional leadership refers to knowledge and 
skills principals must possess to effectively support the academic program. That is, this includes 
skills in observation, analysis and improvement of teaching as well as the ability to make specific 
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recommendations to improve curriculum and instruction (New Leaders for New Schools, 2000, 
in Shellard 2002:7). Furthermore, it is expected of principals to know what constitutes good 
instructional practice as well as to coach and otherwise guide teachers in the continual 
improvement of their educational knowledge and practices (Thompson 2001: 1).  
 
2.6 Principal’s Roles 
It is believed that the principal is the driving force behind student performance and achievement. 
Therefore, today’s principals are expected to have a thorough grasp of  academic content as well 
as be well versed in pedagogical techniques which enable them to assist teachers when the need 
arises. Sharing the same view Fenwick and Pierce (2000, in Shellard 2002:4) concur that 
principals champion their schools’ instructional purpose and are master teachers with expert 
knowledge of teaching strategies, curriculum content, classroom management and child 
development. 
 
Having acquired the required skills and knowledge to lead a successful school with high 
performing staff and learners, the principal will have to do supervision to ensure that everybody 
works towards achieving a common goal. While the many roles of principals include 
management and administrative duties, the role of teacher supervisor presents the best possible 
opportunity for affecting a positive influence in the classroom (Rossow and Warner 2000:56-57). 
This suggests that through well implemented effective modes of supervision, teachers become 
aware and conscious of their role- to provide learners with time and content to learn in ways that 
promote success. 
 
According to Rossow and Warner (2000:56), clinical supervision model for interaction with 
teachers might serve best where the principal is directly responsible for teacher supervision, e.g. 
for the primary and smaller secondary school. For the principal of the large secondary school, 
monitoring the amount of learning time provided is a major step in improving student success. 
Clinical supervision model can also be employed by those who are directly supervising teachers 
for a large secondary school (2000:56). 
 
It is the principal’s responsibility in an effective classroom to create a healthy and welcoming 
atmosphere between the school and outside world thereby sensitising learners and teachers about 
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the bond and interdependence between the school and these stakeholders. Principals must rally 
students, teachers, parents, local health and social service agencies, youth development groups, 
local businesses and other community groups around the common goal of raising student 
performance (Institute for Educational Leadership 2000, Shellard 2002: 4). 
 
2.6.1 Clinical Supervision 
Clinical supervision as Rossow and Warner (2000:57) view it, is what the principal does in 
communicating the overall school goal to the teachers as part of evaluation process. It is by 
observing learners in the classroom during supervision that both the teacher and the principal can 
determine whether or not learning outcomes have been achieved and or planned improvement 
strategies have worked. This could further suggest that supervision is aimed at or focused on 
improving professional performance with objective to deliver the valued outcome(s) of the 
school. For a meaningful clinical supervision to take place, one has to follow a certain 
procedure- follow all the steps. The model itself consists of four steps namely; 
Pre-conference, Observation, Analysis and Post conference. For purposes of this study the 
detailed outline of each of these steps will not be discussed.   
 
2.6.2 Cognitive Coaching 
Rossow and Warner (2000: 59) define cognitive coaching as a non-judgemental, instrumental 
supervision strategy build around a planning conference, observation and fleeting conference. 
They also add that cognitive coaching is a process during which teachers explore the thinking 
behind their teaching. Costa and Garmston, in Rossow and Warner (2000: 60) identified four 
compelling reasons for using Cognitive Coaching:  
• Cognitive coaching enhances the intellectual capacities of teachers, which in turn 
produces greater intellectual achievement of student. 
• Few educational innovations achieve their full impact without a coaching component. 
• Working effectively as a team member requires coaching. 
• Coaching develops positive interpersonal relationships which are the energy source for 
adaptive school cultures and productive organisations. 
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2.6.3 Mentoring 
Mentoring provides, as Shellard (2002: 16) views it, a systematic induction and learning process 
for new teachers and principals, and a means of structural renewal and improvement for 
experienced teachers and principals who serve as mentors. Expanding this notion, Janas (1996: 
3) writes that a mentor serves as a role model, sponsor, encourager, counsellor and a friend to a 
less skilled or less experienced person for the purposes of promoting the latter’s professional and 
or personal growth. 
 
2.7. Professional Development for Principals and Teachers 
In order for principals to meet the challenges of principalship, participation in ongoing learning 
is vital. For an example, a situation where a principal is being charged for the mismanagement of 
funds when the actual culprit is the bursar or a treasurer who knows how to handle finance books 
better than the principal, can be embarrassing. Doing a short course in basic accounting makes 
one a better leader.  
 
Due to the fact that principals face increasing demands to reach higher standards, schools have 
diverse needs, schools need to improve learner achievement, and they are bound to remain 
knowledgeable. So is the case with teachers. Curriculum changes repeatedly, improving skills by 
engaging in learning activities is vital. A major challenge to the principal’s leadership is to 
provide a continuous systematic programme of professional improvement (Lipham and Hoeh Jr, 
1974: 248) to enhance the effectiveness and efficiency of teachers within the classroom. 
  
2.7.1 What is “Good” Staff Development? 
The professional development scene is changing in response to changing roles of teachers and 
principals (Shellard 2002: 5). Furthermore, as reformers have focused on defining essential 
curricula and identifying more effective teaching strategies, they have realised that teachers and 
administrators need new knowledge and skills to help students reach the new standards. This 
could suggest that good staff development should also equip teachers and principals with 
technological skills, relevant, safety and security as well as how to deal with teenage pregnancy 
in schools, amongst other things. Brighouse and Woods (1999: 94) concur with Shellard’s view 
and write that teachers teach, but they also have to be advanced learners in order to develop new 
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skills and insights. They further declare that it is personal and professional growth of teachers 
that will have the most impact on pupil development.  
 
For a principal to improve his or her own capacity to deal with today’s complex issues, the 
National Association of Elementary School Principals (NAESP) has developed some thought 
provoking questions grouped by overarching goals: 
o Create and foster a community of learners 
How do the adults in this school take responsibility for their own learning and for that 
their colleagues? How do we know that adults in the school are engaged as active 
learners? How do I, as principal, encourage and support this learning?  
o Embody learner-centred leadership 
What does learner-centred leading mean to me? What would it look like if it were truly 
happening in this school? How many am I showing others in the school that I, too, am a 
learner and teacher? 
o Seek leadership contributions from multiple sources 
How are teachers and others involved in making decision that affect the school and 
student achievement? Who in the school believes that they have authority to make 
decisions? How are the skills and knowledge of different players in the school made 
public? 
o Tie the daily operations of the schoolhouse to school and student learning goals 
Over what and how much authority does the principal have in order to dramatically  
improve student achievement? How will teachers be held accountable for student results? 
Do personnel decisions reflect continual learning and growth in the student? Does the 
school budget represent the school’s vision, values and prioirities? Do school policies 
reinforce an old model of authority? Do we use practices that make learning and growing 
safe for adults, nut risky for children? (NAESP 2001:16) 
 
2.7.2 The New Face of Professional Development 
It is believed that the quality of teaching is the major factor of school provision that makes a 
difference to learners’ achievements. Consequently, teachers and principals are obliged to 
engage in the understanding as well as development of effective practice. The best way to 
influence teaching is through high-quality professional development (Hirsh 2001: 12 in Shellard 
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2002: 6). That’s why professionals from various educational associations were tasked recently by 
the National Staff Development Council (NSDC), to review and revise its 1995 Standards for 
Staff Development document (Hirsh 2001: 12). 
 
The changes are substantive and have far-reaching implications for districts, schools and 
educators. They include movements: 
o From piecemeal efforts to staff development driven by a clear, coherent strategic plan. 
Professional development that supports school improvement involves all school leaders 
in planning a goal-driven, integrated approach to staff development that promotes career-
long learning (Fine and Raack 1995; McCay 1999; Sparks and Hirsh 1997). 
o From district-focused to school-focused approaches to staff development. More learning 
activities are designed and implemented by school faculties, with the district’s staff 
development department providing technical assistance and support. 
 
2.7.3 Standards of Staff Development 
The National Staff Development Council (NSDC) has developed a Self-Assessment of 
Implementation of NSDC Standards, aiming at assisting principals and teachers in evaluating 
their staff development programmes and experiences in terms of how well they comply with the 
new NSDC Standards (Shellard 2002: 6). Elaborating on these standards, Hirsh (2001: 11) 
prefers to divide the document into three sections, namely, the Context, the Process and the 
Content Standards. 
Context Standards 
Staff development that improves the learning of all students: 
 Organise adults into learning communities whose goals are aligned with those of the 
school and district. 
 Requires skilful school and district leaders who guide continuous instructional 
improvement. 
 Requires resources to support adult learning and collaboration. 
Process Standards 
Staff development that improves the learning of all students: 
 Uses disaggregated student data to determine adult learning priorities, monitor progress 
and help sustain continuous improvement. 
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 Uses multiple sources of information to guide improvement and demonstrate its impact. 
 Prepares educators to apply research to decision-making. 
 Uses learning strategies appropriate to the intended goal. 
 Applies knowledge about human learning and change. 
 Provides educators with the knowledge and skills to collaborate. 
Content Standards 
Staff development that improves the learning of all students: 
 Prepares educators to understand and appreciate all students create safe, orderly and 
supportive learning environments and hold high expectations for academic achievement. 
 Deepens educator’s content knowledge, provides them with research-based instructional 
strategies to assist students in meeting rigorous academic standards and prepares them to 
use various types of classroom assessments appropriately. 
 Provides educators with knowledge and skills to involve families and other stakeholder 
appropriately. (Hirsh 2001: 11) 
 
2.7.4 Integrating Professional Development and School Improvement 
Staff development and school improvement are intimately related (Brighouse and Woods 1999: 
95) in the sense that they increase a school’s capacity and performance, particularly if they are 
grounded upon a collaborative culture of values, belief and policies. Brighouse and Woods 
(1999: 95) identify four aspects of the teacher as learner which must be seen in combination: 
• The improvement of skills 
• The capacity to analyse and reflect on practice 
• The ability to investigate, explore and collect evidence 
• The confidence to receive and give ideas and assistance 
 
Similarly, (Little 1981) in Brighouse and Woods (1999: 95), writes that school improvement is 
most surely and thoroughly achieved when: 
• Teachers engage in frequent, continuous and increasingly precise talk about teaching 
practices…building up a shared language adequate to the complexity of teaching. 
• Teachers frequently observe each other teaching and provide each other with useful 
feedback. 
• Teachers plan, design, evaluate and prepare teaching materials together. 
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• Teachers teach each other the practice of teaching. (Judith Little, The Power of 
Organisational Setting, 1981)  
The matter of integrating professional and school development is also addressed through the 
Policy Framework of the Department of Education. The whole school evaluation policy 
identifies nine (9) focus areas for school improvement. These include the development of both 
the institution’s functionality and the development of the personnel for improved performance. 
Similarly, the Integrated Quality Management System (IQMS) is used to develop and evaluate 
the performance of human resources. Five of its performance standards focus on management 
and administration and principals are evaluated thereby.   
 
Furthermore, the Department of Education (DoE) introduced a policy in 2008 which would 
ensure that principals would perform at the required levels. Failure to perform at the required 
levels could result in such principals losing their jobs. The policy in question was introduced 
through the signing of the Occupation Specific Dispensation (OSD) for Educators. The OSD 
policy is contained in the ELRC Collective Agreement 1/2008. In terms of the OSD policy 
principals have to sign Performance Agreements. Up to date due to logistical disputes between 
the Department of Education and labour unions the policy including the Performance 
Agreements for principals has not yet been implemented. 
 
With the introduction of the latest curriculum policy in 2010, Curriculum and Assessment Policy 
Statements (CAPS) the Department of Education made sure that school principals were among 
the first people to be trained before its implementation in 2012. This is further confirmation that 
the position of principals as instructional leaders is acknowledged and recognised by the 
Department of Education Policy. 
 
Conclusion 
From the literature reviewed above it becomes evident that for a school to be successful all the 
stakeholders (teachers, learners and parents) needs to have clear focused mission, have high 
expectations for success, understand their school vision and most importantly, live it and strive 
towards achieving the goals set in that vision. It is also clear that effective schools have visionary 
principals who embrace a learning culture, who promotes parent involvement, and also recognize 
and reflect on the challenge of change in their schools. These principals, because of their positive 
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attitude towards change and their clear understanding of both personal and organizational vision, 
acquire skills needed for leadership. 
 
Effective teaching, monitoring of learner progress, class visits by the principal, principal’s 
involvement in various school activities (learner tours, sports, subject heads’ and Grade heads’ 
meetings), teacher involvement in planning and decision making, frequent monitoring of short 
term plans and focusing on improving leaner performance seem to be what leads to effective 
leadership. All of this is what the Department of Education is encouraging to its principals 
through the South African Schools’ Act 84 of 1996. 
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Chapter Three 
Research Methodology 
Introduction 
 
Bulmer (1984: 4)  observes that “ Research methodology denotes the systematic and logical 
study of the principles guiding the investigation  concerned with the questions of how the 
researcher establishes social knowledge and how he/she can convince others that his/her 
knowledge is correct.” Similarly Palys (1997:3) defines research methodology as a procedural 
logic followed to answer a research question. The scientific facts Palys averts, must be reliable 
and valid. Palys went on to explain the concept to state that reliability implies that repeated 
observation of the same phenomenon should yield similar results, and different observations 
following the same research methodology or procedures should arrive at the same 
conclusions(Palys, 1997:4). 
 
*The present chapter outlines the methodology and procedures employed to determine the 
impact of principals and the role they play in the success of their schools. It explains how the 
research study was carried out. This is done by providing the description of the population, the 
data collection procedure and indicating the research paradigm or design followed in the study.  
 
3.1 Research Paradigm  
A qualitative approach is followed. The study is concerned with the understanding of the nature 
of the phenomenon placed under the microscope, i.e. the impact of the role of principals on their 
schools’ performance. It is not about measuring the magnitude of the phenomenon being 
investigated. In the latter instance a quantitative rather than a qualitative approach would have 
been more suitable. In the current study the researcher is more interested in descriptive data, to 
which meaning will be given in the interpretation and analysis process. A qualitative approach is 
suitable where the researcher seeks descriptive data instead of measurement. Quantitative 
techniques will be employed however to enhance the interpretative process and data analysis The 
study does provide statistical data in the findings in chapter four (4)  The aim is to give clarity to 
the interpretation that follows. 
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3.2  Data Collection, Tools and Techniques 
The study uses survey questionnaires and standard individual interviews. In both instances 
guided questions are employed to solicit responses from the participants. The aim is to set 
boundaries to the possible responses from the participants. Data analysis is more difficult when 
one is dealing with open ended questions. Basically the same questions were used in both the 
interviews and the questionnaires. The interview however allowed for follow up questions in 
order to get clarity where the initial reaction was ambiguous or not clear. The following points 
justify the use of the questionnaires in the study: 
• It allows for the selection of a larger representative sample since it permits a wide 
coverage for minimum expense both in time and effort, which leads to greater validity of 
results; 
• It is a convenient method of collecting data as respondents are at liberty to complete the 
questionnaire at their own leisure; 
• The respondents do not have to reveal their identity, and their anonymity creates more 
trust in the respondents’ answers to personal and sensitive questions; 
• Questions are not subject to attitude or bias; 
• A wide variety of issues are covered through a questionnaire which makes it a suitable 
tool for information gathering; and 
• A questionnaire is not very taxing mentally nor is it time consuming, and therefore makes 
the respondent less reluctant to participate in the research.(Plaatjes 2005:194)  
 
In both the questionnaires and the interviews use of structured questions is made to control the 
data provided setting boundaries to the possible responses. It further allows the researcher to 
limit the participants to the required possible responses. Open – ended questions tend to render 
the data analysis more difficult. The interviews enable the researcher to follow up on some 
responses given in the questionnaires. The follow –up gives more depth to such issues raised in 
the questionnaire that the researcher might want to delve deeper into.   
 
3.3 Target population and Sampling 
Malhotra and Birks (2006:358) define a target population as “the collection of elements or 
objects that possess the information sought by the researcher and about which inferences are to 
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be made” Binza (2009:25) observes that the population for research surveys must be chosen 
carefully and be clearly defined. He adds that measureable or quantifiable limits must be 
determined in order to set distinct restrictions on the population. Sharing the same view, 
Malhotra and Birks (2006:358) write that defining the target population involves translating the 
problem definition into a precise statement of who should and should not be included in the 
sample. Terreblanche and Durrhiem in Binza (2009:25) assert that sampling is a process used to 
select cases for inclusion or participation in a research study. 
 
The main population of this study are previously disadvantaged township schools in the port 
Elizabeth District of the Eastern Cape, with the principals or managers of these schools being the 
target population.  
 
The schools in the sample are chosen on the basis of their academic performance of the most 
recent past five years. The rating of the schools is purely on academic performance. They are 
sampled randomly – purposively, random in that they are underperforming or high performing 
schools and purposively in that the schools must be in the category of township schools and not 
be any high school.   Personally visiting all twelve schools (three in New Brighton, three in 
Zwide, three in Motherwell, one KwaDwesi, one KwaMaGxaki and one in Greenbushes whilst 
negotiating their participation in qualitative and quantitative part of the research allowed me an 
opportunity not only to view the conditions at the respective schools but also a chance to chat to 
the principals about their schools.  It was very interesting to learn that even though some of the 
learners were from poor homes they stayed for debates extra classes mostly held after school and 
were doing quite well. 
 
There is a total of forty (40) the township schools in the Port Elizabeth (PE)  District located in 
the townships of Motherwell,  Zwide, Kwazakhele,  KwaMagxaki, New Brighton, and 
KwaDwesi.  Twelve of these (12) were sampled for the study.  
 
This figure constitutes thirty percent (30%) of the total population of forty schools in the district 
which fact justifies generalisation of the findings. Much as the majority of the principals in the 
population are males there are a few schools that are headed by females. This fact is in 
congruence with what obtains with regards to the general situation in education in the rest of the 
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country. It is exactly for this reason the sample included both male and female headed schools. 
The spread of the selected schools included educational institutions in all of the townships in the 
district.  
 
3.4 Reference Technique  
 
Referencing used in this study is the Harvard style. 
 
3.5 Target Population and Sampling  
Malhotra and Birks (2006: 358) define a target population as “the collection of elements or 
objects that possess the information sought by the researcher and about which inferences are to 
be made”. Binza (2009:25) observes that the population for the research survey must be carefully 
chosen and clearly defined. He adds that measurable or quantifiable limits must be determined in 
order to set distinct limits on the population. Sharing the same view Malhotra and Birks 
(2006:358) write that defining the target population involves translating the problem definition 
into a precise statement of who should and should not be included in the sample. According to 
Terreblanche and Durrheim, (2002:274, in Binza 2009:25) assert that sampling is a process used 
to select cases for inclusion or participations in a research study.  
 
The main population of this study are previously disadvantaged Township schools, in the Port 
Elizabeth District of the Eastern Cape, with the principals or managers of these schools, teachers, 
learners as well as parents, especially those serving in the School Governing Body (SGB), being 
the target population. 
 
The schools in the sample are chosen on basis of their academic performance over a period of the 
most recent past five years. The rating of the school is purely on academic performance. These 
schools are sampled random-purposively, random in that they are any underperforming or high-
performing schools and purposive in that the schools must be in the category of township schools 
and not any high school.  
 
Going to the twelve schools personally (three in New Brighton, three in Zwide, three in 
Motherwell, one in Kwa-Dwesi, One in Kwa-Magxaki and one in Greenbushes) whilst 
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negotiating their participation in both the qualitative and the quantitative part of the research, 
gave me an opportunity not only to view the conditions at the schools but also to chat to the * 
principals about their schools. It was very interesting to learn that even though some of the 
learners were from poorest homes, they stay for debates and extra classed after school and were 
doing well. 
 
There is a total of forty (40) township schools in the district, from which the twelve (12) 
participating schools were sampled. The sample constitutes 30% of the population, which 
justifies generalisation of the findings. Much as the majority of the principals in the population 
are males, there are a few females. For this reason, the sample included both male and female 
headed schools. The spread of the selected solutions included schools in all townships in the 
district. 
 
Conclusion 
The researcher’s discussion in this chapter revolves around research methodology with focal 
points being the research approach, instruments used for data collection, reference technique, 
data analysis and interpretation as well as target population and sampling. The findings are 
reported in Chapter Four. In the same Chapter, the data analysis and interpretation is also 
presented. 
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Chapter Four 
Data Analysis, Interpretation, Findings and Recommendations 
 
4.1 Data Analysis and Interpretation 
  
Once data collection has been completed and the data have been captured, the analysis of data 
should follow. The purpose of data analysis is to interpret and draw conclusions from the mass of 
collected data. (McDaniel and Gates, 2004:31) 
 
Data analysis and interpretation is the process by which relevant information is critically 
evaluated, analyzed and interpreted. The analysis and interpretation of data is performed with the 
objective of determining whether a systematic search for relevant information, which uncovers 
new knowledge, has been conducted. According to Hair, Bush and Ortinau(2000: 42) analysis 
procedures can vary widely in sophistication and complexity, from simple frequency 
distributions including percentages to sample statistics measures such as means to multivariate 
data analysis techniques such as factor analysis. Simple frequency distributions including 
percentages was the approach used in this study. 
 
4.2 Findings 
 
Effective school leadership makes a difference in improving learning and increased academic 
achievement. The five areas of impact leadership dimensions that were found to associate with 
successful schools can be classified as follows: 
Figure 4.1 
The Impact of Five leadership dimensions on learner achievement. 
Leadership dimension Meaning of dimension   Frequency  % 
Establishing goals and 
expectations 
Includes setting, communicating and 
monitoring learning goals, expectations, 
involvement of teachers and parents in  the 
creation of a supportive learning environment 
and enriching experiences of learners 
   85 
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Strategic resourcing Involves aligning resources and the selection 
of priority areas for the school resources 
   95 
Planning, co-ordinating 
and evaluating teaching 
and learner experiences 
in the classroom 
    98 
Promoting and 
participating in teacher 
development 
    78 
Ensuring an orderly 
and supportive learning 
environment 
    95 
 
% = participants who agreed on the importance of the dimension in effective school leadership. 
 
Furthermore, the current study identified the following themes associated with effective school 
leadership – as also important for learners’ achievements in school. Understanding the context: 
The principals who participated in the study were found to be embedded in the context in which 
they take place. The context included understandings and requirements of and support from 
parents and local communities. Principals critically reflected on the parental and community 
expectations and support and chose to make them part of the school. 
 
Principals exhibited values and beliefs on the potential of all learners to learn: The principals 
from the successful schools were characterized by beliefs and values that can be broadly grouped 
into four categories: genuine goodness and passion about their profession through honest and 
empathetic relationship with the learners, teachers, parents and other stakeholders. Importantly, 
they were described as being fair, flexible and committed to the betterment of the learners’ 
success and learning experiences. Principals values were strongly learner-centred based on the 
belief that “all children can learn” (Principal at Greenbushes). 
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Each principal in the study was able to articulate a set of educational values and beliefs that 
guided their schools’ vision and actions. A strong personal philosophy of education was evident. 
The principals clearly wanted the best for their schools, and held strong beliefs about the 
importance of a sound education for all children. Common values and beliefs among the 
principals included:  
 
• Every child is important,  
• Every child can succeed,  
• Every child has unrealized potential,  
• All members of the school community need to be supported,  
• Schools should focus on what was in the best interests of the children, and  
• Principals can and should make a difference. 
 
Moreover, personal characteristics including being passionate, enthusiastic and highly motivated 
towards helping both children and educators to achieve their best were cited quite often. They 
were described as being persistent, determined and assertive. The researchers found them to be 
excellent communicators who had excellent interpersonal and communication skills. They were 
achievement orientated, not only personally, but for the whole community as well. High 
expectations and standards were also set. None were content with the status quo as they 
continually “raised the bar”, seeing “barriers” as “challenges” rather than impediments. Most 
importantly, these principals were able to build trust based on the integrity, care and respect they 
demonstrated. 
 
Principals were described by others as “visionary” or “inspirational”, with creativity and lateral 
thinking ability that inspired the same qualities in others. Although differing in personality and 
leadership style all displayed a number of similar characteristics including, honesty and 
openness, flexibility, commitment, empathy with others and a sense of what one teacher 
described as “innate goodness”. 
 
The majority of the principals were seen as “strong” leaders. They used a combination of 
influence and support strategies to achieve school goals. These could be both top-down and 
bottom-up.  
Student: Nomvuyo M. Dubula                                                                                                                                          40 
Student Number: 207094317 
 
The principals were characteristically “hands-on”, and acted as role models. Their leadership 
style was inclusive in the way they were able to bring people along. They cleared a pathway for 
people to be involved and achieve by removing blockages and providing a clear vision serviced 
by adequate resources. Staff felt empowered within a structured yet supportive environment. 
They established good relationships with a range of stakeholders that allowed them to develop 
strong support networks and alliances. The principals were excellent at remaining focused on 
enhancing the quality of education for students and families. 
 
Principals also demonstrated a balance between the provisions of three types of support: one-off 
or crisis support, support for individuals as they undergo change processes and ongoing support 
in the form of acknowledging others. The principal at KwaZakhele summed it up when she 
described how important it is to “…tap into teachers’ skills and be a sounding board. Let them 
purge, purge what they want to purge out and then utilise their skills and let them build, build 
confidence, build their ego, build their self-esteem”.  
 
The  evidence of the study also suggests that individual capacity building is a three-stage process 
through which leaders support/encourage others to undertake leadership roles, encourage staff to 
accept responsibility for their own professional learning and foster and support professional 
learning for groups, for example, junior or senior staff. These actions result in the staff feeling 
valued and cared for. The context in which support and capacity building occurs is important, in 
that successful leaders match the level and type of support to staff needs and staffing profile. 
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Figure 4.2 
According to the results, this study effective principal leadership to learning includes six aspects: 
 
 Parent involvement 
                                                               School Conditions 
             
         Achievement 
School learner                                                      
Principal      Teacher 
 
 
Other Stakeholders     Classroom Conditions 
 
Participating school principals also built school capacity through good communication and a 
carefully managed process of change. Building school capacity involved attention to two key 
areas: school culture, and school structure. 
 
School culture, which emerged from the study, indicated that successful school leaders promoted 
a culture of collegiality, collaboration, support and trust.  This culture was firmly rooted in their 
democratic and social justice values and beliefs. This was evident when school teachers were 
planning events for the school – how they divided the preparation responsibilities to include 
every teacher on campus. Moreover, the successful principal also promoted a culture in which 
innovation and risk-taking were encouraged and supported. The following comment from a 
teacher in New Brighton was also typical, “I think you get a much more real and lively kind of 
school if people are really engaged and …can express their views at a staff meeting without any 
fear that there’s going to be any repercussions whatsoever, and that debate is welcomed as 
something that’s good”. 
 
Principals in each school foster a learning culture and can become an agent of positive change. 
For example, on her arrival at B.J. Mnyanda LPS, the principal focused explicitly on addressing 
the generally unfavourable attitudes of parents to education, and on turning around a prevailing 
school culture in which “the naughty kids were put in front of the class” and teaching was more 
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about containment than education. At other schools, principals worked on strengthening the 
existing learning culture. 
 
The findings of this study, in relation to the influence of leaders on school structure, can be 
broadly categorised into shared decision-making, distributed leadership, and school-wide 
professional learning. From all school sites there was evidence that successful leaders foster 
shared decision making to motivate and empower others. 
 
Their focus is on distributed leadership. This is facilitated by providing support for distributed 
leadership processes and practices promoting a culture of trust. This encourages enthusiasm, and 
a sense of agency amongst staff, students and parents and by careful planning to ensure 
distributed leadership practices are integral to teaching and learning and other key areas of 
school operation. 
 
Successful school principals also facilitate school wide professional learning, which is central to 
the change process. The following comment from a teacher at Ndzondelelo describing how 
shared decision-making creates a trusting and supportive environment conducive to change was 
typical. “…how you’re treated creates the culture here in the school; if your leaders are 
consultative and they look after you and they listen to you…it tends to flow down; it just creates 
an ambience in the school of being listened to and being valued”. 
 
Another important dimension of effective school principal leadership which was evident from 
the study showed that each school’s mission and vision was articulated and reinforced on a 
regular basis to ensure a cohesive and holistic school focus.  
 
The Principal of Ndzondelelo described an approach to developing a shared vision and direction 
best describes a sentiment that was expressed by principals of other schools when he states, “…a 
deliberate strategy to talk…so that slowly you get a common view evolving. It is not about me 
going out there saying this is the direction in which I think we should be going….it’s about 
building the structures in the school so that people feel that they can have their say about where 
we’re going and to listen to them and to make sure that it is as much as possible we and not I…” 
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Through actions and behaviours of learners, teachers, parents and the principal reflected the 
mission and vision of the school which, among other ideals, included a supportive and respectful 
environment - an environment supportive of learners growth and success. 
 
Findings in relation to teaching and learning outcomes illustrate clear links to the principals’ 
values and the school vision/mission, in that successful teaching and learning outcomes derive 
from a caring and nurturing framework and focus on learner and parental support. In addition to 
leadership, a range of other factors also influence teaching and learning. The principal of Newell 
High explained, “Our kids have a low tolerance for a non-caring and non-nurturing classroom 
environment. Teaching has to affirm them and make them feel welcome in the classroom before 
learning can begin. So before you are able to grab their attention and interest, they have to be 
emotionally connected to you as a teacher – a caring adult”.  
 
Conclusion 
This chapter contains data analysis, findings and interpretation of the raw data into meaningful 
information. It is evident from the findings that effective school leadership makes a difference in 
improving learning and increase academic achievement. Principals’ values found to be strongly 
learner-centred based on the belief that all children can learn. Each principal in the study was 
able to articulate a set of educational values and beliefs that guided their vision and actions. 
Effective schools have visionary principals who embrace a learning culture, promote parent 
involvement and also recognise and reflect on challenges of change in their schools. 
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Chapter Five 
 
5.1 Recommendations   
Clearly from this study the key challenge for principals is to keep a sharp focus on the target. 
Given the many competing agendas operating within and without schools, it is always difficult to 
keep staff focused on improving student achievement. One only has to look at the central office 
meeting agendas to get a clear idea of the number of issues that can pull schools off that focus. 
As principal, one has the primary role in keeping this focus at one’s school it is you who 
determines how staff time is used, what is monitored, what is recognized, and how to use 
regularly scheduled staff meeting time, what message is given, and what to recognize and 
monitor are critical aspects of focusing one’s staff on the target. 
 
Moreover, modelling is the way leaders advertise their personal values, and the central values 
around which the organization operates. All too often school officials espouse certain ideals and 
beliefs but then go on to pay attention to other things. Students and faculty members learn what 
is truly valued in a school by observing what school leaders pay attention to. Consequently, any 
assessment of a principal’s effectiveness in communicating values should include the following 
questions: 
• What does the principal plan for? 
• What does the principal monitor? 
• What does the principal model? 
• What does the principal reinforce through recognition and celebration? 
• What behaviour is the principal willing to confront? 
 
Principals have numerous opportunities to pay attention to student achievement goals. Perhaps 
the most important way is to ensure that regularly scheduled time with staff – staff meetings, 
team meetings, in-service training activities- reflects and reinforces the importance of the 
progress towards achievement of goals. Agenda topics should include analyzing and sharing 
data, problem-solving barriers and solutions, examining student work, recognizing efforts, 
celebrating progress on goal achievement, and sharing successful practices. One strategy for 
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focusing staff and stakeholders on our learner achievement of goals is to display the progress 
toward the attainment of the goals on a bulletin board, display case or school wall.  
 
The display should allow staff and other stakeholders to see quickly where they are, where they 
are heading, and how the journey is going. You should also communicate progress toward 
attainment of the student achievement goals in newsletters and other correspondence to the staff, 
parents, and other stakeholders. You should not miss a communication opportunity to reinforce 
that your top instructional priority is improved student achievement. Monitoring staff on their 
collection and use of data is also a critical way to keep staff clear about the school priorities. 
Schools’ monitoring plans will already have identified what data need to be submitted to whom 
and how frequently and how the learner performance data will be discussed and used to better 
their performance. Principals may need to make sure the data is being submitted and confront 
any teachers who are not complying with the expectation to submit their data timeously. 
Importantly, this may be used to help teachers identify areas of improvement. 
 
Conclusion 
Without a doubt principals are performance indicators, are essential and are intended to provide 
clarity and specificity about the skills, beliefs, and knowledge which they need to demonstrate 
effective leadership in improving learner achievement. Effective principals are strong educators, 
anchoring their work on central issues of learning and teaching and continuous school 
improvement. These performance indicators constitute a combination of three concepts for 
positive improvement of school results. These include: meaningful teamwork; clear and 
measureable goals; and regular collection and analysis of performance data. Principals must lead 
their school through the goal-setting process in which learner achievement is analyzed, 
improvement areas are identified and actions for change are initiated. 
 
This process involves working collaboratively with their staff and school communities to: 
• Identify discrepancies between current and desired outcomes, 
• To set and prioritize goals to help close the gap, 
• To develop improvement and monitoring strategies aimed at accomplishing the goals, 
and 
•  To communicate goals and, 
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•  Change efforts to the entire school community 
Principals must also ensure that staff development needs are identified in alignment with school 
improvement priorities and that these needs are addressed with appropriate professional learning 
opportunities. 
 
Five performance areas have been identified as the critical leadership skills a principal must 
demonstrate to lead a school effectively in improving student achievement. 
• Promoting collaborative problem solving and open communication 
• Collecting, analyzing, and using data to identify school needs 
• Using data to identify and plan for needed changes in the instructional programme 
• Implementing and monitoring the school improvement plan 
• Using systems thinking to establish a clear focus on attaining student achievement goals 
 
These five areas are not a chronology of what a principal must do first, second, and third, but 
rather are cyclical in nature and must be demonstrated continually throughout the school 
improvement process. The end product of this process is the school improvement plan, whereas 
the end goal for the process is improved student achievement. 
 
Additionally, there are a number of critical beliefs which underlie a principal’s effectiveness in 
leading the process of improving student achievement. The principal must believe in, value, and 
be committed to: 
 Learners’ learning as the fundamental purpose of schooling 
 The proposition that all students can achieve high standards of learning 
 Collaborative problem solving with staff and stakeholders 
 Ongoing collection and analysis of data 
 Data-driven decision making 
 Lifelong learning for self and others 
 Focus and alignment to achieve goals 
 Doing the work required for high levels of personal and organization performance 
 
In conclusion, principals may need staff development in some of these areas to be able to 
effectively perform the indicators in the performance areas. In order to demonstrate effective 
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leadership in improving student achievement, the principal must have knowledge and 
understanding of:  
• The relationship of assessment to improving student outcomes and strengthening 
instruction 
• Information sources, data collection, and data analysis strategies 
• The school improvement planning process 
• Strategies for classroom teachers to monitor student understanding and progress 
• Research-based best practices 
• The principles of Dimensions of Learning, Constructivism, and Multiple Intelligences 
• Collaborative problem-solving and consensus-building 
• Staff development standards 
• Effective communication strategies 
 
Creating a collaborative environment has been described as the “single most important factor” 
for successful school improvement initiatives. Virtually all contemporary school reformers call 
for increased opportunities for teacher collaboration. Student achievement is likely to be greatest 
where teachers and administrators work together, in small groups and school-wide, to identify 
sources of student successes and then struggle collectively to implement school improvement. 
Creating and sustaining change requires a critical mass of educators within the school who are 
willing and able to function as change agents. 
 
Understanding what your data tells you about where your school is performing relative to school 
and district goals is a first step in data analysis. Seeking to understand why your data looks like it 
does is the second component. Principals need to model for and train staff to collect, analyze and 
use data regularly to inform instruction. Principals need to solicit the input of the major 
constituents – teachers, administrators, parents, and students- to ensure that all perceptions and 
attitudes are represented in this process. 
 
Even clearly stated curricular goals will lose their potential to drive the efforts of a school if no 
effort is made to collect and analyze accurate information about student achievement that is 
reflective of those goals. In most organisations, what gets monitored gets done. The staff learns 
what principals values by observing what they pay attention to. Paying attention to core values 
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and priority goals of the school is the most important way for leaders to communicate 
effectively. When a school devotes considerable time and effort to the continual assessment of a 
particular condition or outcome, it notifies all members that the condition or outcome is 
considered important. Conversely, inattention to monitoring a particular factor in a school 
indicates that it is less than essential, regardless of how often its importance is verbalized. 
 
Schools are notorious for having an expensive list of priorities that change frequently, are 
monitored infrequently, and leave the teacher without a clear sense of what is important for them 
to emphasize in their classrooms. Effective principals understand the importance of focus and 
help ensure that all parts of the school community are aware of, and in alignment with, the 
school’s improvement efforts to improve student learning. They understand that all parts of the 
school and school district system are interconnected and that it is critical to align school goals 
with district and state standards and goals. 
 
The allocation of time is one of the truest tests of what is really important in any organisation. 
The time devoted to an issue on both the annual calendar, and within the daily schedule of an 
organisation, tells its people what is really valued. All resources need to be managed in 
alignment with student achievement goals. Successful principals keep the focus on school 
improvement efforts and align time, money, and staff development opportunities with the 
improvement of goals. 
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Allow me to introduce myself and the questionnaire in your hand concentrating on its purpose. I 
am a Master of Public Administration (MPA) student at NMMU researching the role principals 
play in the success of their schools. I am being supervised by Professor V. Notshulwana. 
Though Apparently the South African Public is not quite happy with the quality of service 
rendered by schools SABC 1 “Cutting Edge” Nov. 2009. It is clear that there are a number of 
schools that are doing well, yours is in that class. Congratulations this must have taken some 
doing; experts in education classify your school as an excellent centre of learning. This explains 
why we are approaching you. 
It is expected to take about an hour of a participant’s time. The questionnaire is about the 
school’s management it is not meant to serve as an assessment of principals. It is an attempt at 
discovering what makes this group of professionals who they are and discover the element that 
sets the good apart from the less successful ones. 
The plan is to focus on schools that know what they are doing, identify what sets them apart. The 
question is can the success formula be duplicated. We hope to be in a position to place the facts 
on the table and see what the process teaches us. 
 
Thanking you in anticipation 
N.M. Dubula 
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SCHOOL SURVEY 
 
INSRUCTIONS TO RESPONDENTS: The purpose of this survey is to obtain information 
about your perception of certain aspects of your school. The information will be used to establish 
better understanding of what goes on in our schools. Therefore it is important that your answers 
be as accurate as is possible. Please read the instructions carefully and answer each question as 
honestly as possible. Responses from your school will be combined with those from other 
schools. 
Of the categories given below mark in the box next to the one that best describes you. 
              
 
Student            Teacher            Principal           Parent            Other (specify) 
 
My interest is in the extent to which you agree or disagree with the following statements. Please 
mark the number that best represents how you feel about each statement from strongly agree, 
agree, disagree, strongly disagree to not applicable. 
 
1    2   3   4                           N/A 
Strongly agree             Agree                 Disagree            Strongly disagree    Not Applicable 
 
1. The Principal frequently acknowledges staff             1          2          3         4          N/A 
performance  
 
2. The principal compliments staff individually             1          2          3         4          N/A 
for work done well 
 
3. The principal states clear expectations to                   1          2          3         4          N/A 
the staff 
 
4. The principal assigns staff members                1          2          3         4          N/A 
according to their strengths 
 
5. The principal informs staff what high                        1          2          3         4          N/A 
performance entails 
 
6. The school management team (SMT) stimulates       1          2          3         4          N/A 
staff to think about what they ought to do for  
learners 
 
7. The principal recognises staff for special work        1          2          3         4          N/A 
 
8. The school leadership excites the staff with             1          2          3         4          N/A 
a vision of what the school can accomplish  
through hard-work 
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9. The principal creates a platform for staff to            1          2          3         4          N/A 
participate in the development of school goals 
 
10. The school leadership plans, organises and             1          2          3         4          N/A 
prioritizes work to be done 
 
11. A platform is created for staff to participate           1          2          3         4          N/A 
in institutional decision-making 
 
12.  The principal creates an environment where          1          2          3         4          N/A 
instruction and learner achievement are the  
core functions 
 
13. High performance from staff is always                     1          2          3         4          N/A 
encouraged 
 
14.  The school has well-defined and                              1          2          3         4          N/A 
well-communicated policies 
 
15. The school leadership is highly visible and              1          2          3         4          N/A 
available to learners and staff 
 
16. The principal gives staff access to extended            1          2          3         4          N/A 
training to develop expertise and skills 
 
17. The principal re-acts to individual and                     1          2          3         4          N/A 
professional concerns 
 
18. The principal keeps the staff up-to-date by              1          2          3         4          N/A 
sharing information on current educational  
concepts 
 
19. The school offers an opportunity to collaborate      1          2          3         4          N/A 
with colleagues outside the school and share 
 ideas 
 
20. Effective workshops that aid in giving meaning      1          2          3         4          N/A 
to new ideas are offered by the school 
 
21. The principal facilitates professional growth           1          2          3         4          N/A 
in the staff by delegating and sharing  
leadership responsibilities 
 
22.  The school makes time for the staff to study          1          2          3         4          N/A 
documents that help make new ideas  
meaningful 
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23. The SMT is up-to-date with the latest                    1          2          3         4          N/A 
developments in curriculum 
 
24. The school has a clear staff development            1          2          3         4          N/A 
policy 
 
25. The principal possesses knowledge and skills     1          2          3         4          N/A 
in observation, analysis and improvement of  
teaching 
 
26. The principal is able to make specific                   1          2          3         4          N/A 
recommendations to improve instruction 
 
27. The SMT are well-versed in approaches to           1          2          3         4          N/A 
instructional planning 
 
28. The SMT are able to assist in demonstrating      1          2          3         4          N/A 
effective instructional techniques 
 
29. The  principal has the capacity to analyse           1          2          3         4          N/A 
and reflect on practice 
 
30. The staff members have confidence to               1          2          3         4          N/A 
receive and give ideas and assistance 
 
31. The principal effectively manages the                 1          2          3         4          N/A 
allocation of resources 
 
32. The school is led in a manner that places           1          2          3         4          N/A 
the learner first 
 
33. The school conveys high expectations for         1          2          3         4          N/A 
learners and staff 
 
34. The SMT make frequent class visits                  1          2          3         4          N/A 
 
35. Strong support is provided to teaching              1          2          3         4          N/A 
staff 
 
36. Teachers are evaluated at least once per          1          2          3         4          N/A 
annum 
 
37. Teachers’ work is monitored to ensure           1          2          3         4          N/A 
quality instruction 
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38. The staff develop a school improvement        1          2          3         4          N/A 
plan to ensure high learner performance 
 
39. The principal promotes parent                          1          2          3         4          N/A 
involvement in school activities 
 
40. The school creates a platform for parents       1          2          3         4          N/A 
to participate in decision-making 
 
41. There is a healthy relationship between          1          2          3         4          N/A          
parents and the school 
 
42. The SGB initiates and runs most of the             1          2          3         4          N/A 
fundraising efforts together with teachers 
 
 
 
 
 
 
 
 
 
 
